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Cambridge School Complaints Procedure 
 
The school’s Governors and the Headteacher are committed to providing the best 
educational experience they can for all pupils attending this school. They recognize the 
value to all concerned of dealing fairly, speedily and effectively with any complaint 
concerning their decisions, actions or omissions, which a pupils or parent/carer or other 
aggrieved person may have. To this end, we have adopted the underlying principles and 
procedures set out in this document. 
 
Framework and principles 
Our complaints procedure: 

• Encourages resolution of problems by informal means wherever possible; 
• Is easily accessible and publicised; 
• Is simple to understand and use; 
• Is impartial; 
• Is non-adversarial; 
• Allows swift handling with established time-limits for action and keeping people 

informed of the progress; 
• Ensures a full and fair investigation by an independent person where necessary; 
• Respects people’s desire for confidentiality; 
• Addresses all the issues and provide an effective response and appropriate 

redress, where necessary; 
• Provides information to the school’s senior management team so that services 

can be improved. 
 
Definition of complaint 
A school complaint is any communication received by a person or persons with a 
legitimate interest in the school which expresses dissatisfaction about the standard of 
teaching of members of the teaching staff, or about the conduct, actions or omissions of 
members of the teaching or non-teaching staff employed at the school. 
 
Where a complainant is a pupil, the complaint may be pursued only by the pupil’s parent 
or carer, or by some person who both has the express consent of the parent or carer 
and is acting on their behalf. 
 
Part A 
Complaining about the actions of a member of staff other than the Headteacher 
 
Informal Stage 
The complainant is normally expected to arrange to communicate directly with the 
member of staff concerned.   This may be by letter, by telephone or in person by 
appointment.   Many concerns can be resolved by a simple clarification or by the 
provision of information and it is anticipated that most complaints can be resolved by this 
informal stage.  [In the case of serious concerns it may be appropriate to address them 
directly to the Headteacher -2] An unreasonable refusal to attempt an informal resolution 



may result in the procedure being terminated forthwith.    [Any dispute in relation to 
“reasonableness” may be determined through the review process] 
 
Formal Stage 
If the complaint is not resolved at the informal stage the complainant must put the 
complaint in writing and pass it to the Headteacher, who will be responsible for its 
investigation – 3, 4. 
 
The complainant should include details, which might assist the investigation, such as 
names of potential witnesses, dates and times of events, and copies of relevant 
documents.   In addition the Headteacher may meet with the complainant to clarify the 
complaint – 5 
The Headteacher will collect such other evidence, as he/she deems necessary.   Where 
this involves an interview with a member of staff who is the subject of the complaint, a 
friend or representative may accompany that member of staff if they wish. 
 
The investigation will begin as soon as possible and when it has been concluded, the 
complainant and the member of staff concerned will be informed in writing of the 
outcome.   This may be to the effect that: 
 

• There is insufficient evidence to reach a conclusion, so the complaint cannot be 
upheld;      or 

• The complaint is not substantiated by the evidence;      or 
• The complaint is substantiated in part or in full. 

 
In addition to the above finding, the written note of the outcome may contain other 
information including what steps are being taken to review any procedures. 
 
Details of the investigation or of any disciplinary procedures will not be released. 
 
The complainant will be told that consideration of their complaint by the Headteacher is 
now concluded. 
 
If the complainant is not satisfied with the manner in which the process has been 
followed, the complainant may request that the Governors Body review the process 
followed by the Headteacher in handling the complaint. Any such request must be made 
in writing within two weeks of receiving notice of the outcome from the Headteacher, and 
include a statement specifying any perceived failures to follow the procedure. The 
procedure described in Part C will be followed. 
 
If the complainant considered that the decision of the Headteacher is perverse, or that 
the Headteacher has acted unreasonably in considering the complaint, then the 
complainant may bring a complaint against the Headteacher under part B of this 
procedure. This will provide an opportunity for the evidence to support such a complaint 
to be investigated.  
 
 



 
 
 
Part B 
Complaining about the action of the Headteacher 
 
Informal Stage 
The complainant is usually expected to arrange to speak directly with the Headteacher.  
[In the case of serious concerns it may be appropriate to raise them directly with the 
Chair of the Governing Body – 6]  Many concerns can be resolved by a simple 
clarification or by the provision of information. If the matter is not resolved, if both parties 
agree, then a third party may be invited to act as a mediator at a further meeting. A 
refusal, unreasonably, to attempt an informal resolution may result in the procedure 
being terminated forthwith. 
 
Formal Stage 
If the complaint is not resolved at the informal stage the complainant must put the 
complaint in writing and pass it to the Chair of the Governing Body who will determine 
which of the agreed procedures to invoke – 3.   If it is determined that the complaint is 
“general”, the Chair will arrange for its investigation. 
 
The complainant should include details, which might assist the investigation, such as 
names of potential witnesses, dates and times of events, copies of relevant documents 
etc.   In addition the complainant will be invited to meet with the Chair to present oral 
evidence or to clarify the complaint. 
 
The Chair will collect such other evidence as is deemed necessary.   This may include 
the interviewing of witnesses and others who may provide relevant information. 
 
The Chair will collect such other evidence as is deemed necessary.  This may include 
the interviewing of witnesses and others who may provide relevant information. 
 
The Headteacher will be provided with a copy of the complaint and any additional 
evidence presented by the complainant or collected by the Chair.  Once there has been 
an opportunity for the Headteacher to consider this, he/she will be invited to meet 
separately with the chair, in order to present written and oral evidence in response.   A 
friend or representative may accompany the Headteacher at this meeting. 
 
When the investigation has been concluded, the complainant and the Headteacher will 
be informed in writing of the outcome.  This may be to the effect that: 
 

• There is insufficient evidence to reach a conclusion, so the complaint cannot be 
upheld; 

• The complaint is not substantiated by the evidence; 
• The complaint was substantiated in part or in full and the Governing Body will 

take such steps as it deems appropriate to prevent a recurrence or to rectify the 
situation [where this is practicable] 



 
The complainant will not be informed of any disciplinary/capability action. 
 
The complainant will be told that consideration of their complaint by the Chair is now 
concluded. 
 
If the complainant is not satisfied with the manner in which the process has been 
followed, or considers that the decision of the Chair is perverse, or that the Chair has 
acted unreasonably in considering the complaint, then the complainant may request that 
the Governing Body review the handling of the complaint by the Chair. Any such request 
must be made in writing within two weeks of receiving notice of the outcome from the 
Chair, and include a statement specifying any perceived failures. 
 
Part C 
Review Process 
Any review of the process followed by the Headteacher or the Chair of Governors shall 
be conducted by a panel of three members of the Governing Body. 
 
The review will normally be conducted through a consideration of written submissions, 
but reasonable requests to make oral representations should be considered 
sympathetically. 
 
The panel will first review written evidence from the complainant. 
 
The panel will then invite the Headteacher or the Chair of Governors, as appropriate, to 
make a response to the compliant. 
 
The panel may also have access to the records kept on the process followed. 
 
The complainant, and the Headteacher or the Chair of Governors, as appropriate, will be 
informed in writing of the outcome.   This may be to the effect that: 
 

• There is insufficient evidence to reach a conclusion, so the complaint cannot be 
upheld; 

• The complaint is not substantiated by the evidence; 
• The complaint was substantiated in part or in full but that the procedural failure 

did not affect the outcome significantly so the matter is now closed; 
• The complaint was substantiated in part or in full and the Governing Body will 

take such steps to prevent a recurrence or to rectify the situation as it deems 
appropriate [where this is practicable]. 

 
Notes 
The complainant is not entitled to access to any details of the investigation except for 
any statements that may have been provided by the child.   Any information relating to 
the application of disciplinary procedures is strictly confidential. 
 
 



 
 
 
Superscripts 

1) Or other designated post-holder/middle manager 
2) Or other designated member of staff on behalf of the Headteacher [in such case 

the Headteacher must be satisfied that the process has been conducted properly 
and accept responsibility for the same] 

3) Alternatively the complainant may be referred back to the informal stage of the 
procedure. 

4) If the complaint is judged to be vexatious, then the complainant will be informed 
that their complaint will not be accepted and will not be investigated. 

5) It may be appropriate to offer the complainant the opportunity to be accompanied 
by a friend at any such meeting. 

6) Or designated Governor responsible for investigating complaints 
7) For the avoidance of doubt, it may be helpful to specify the persons who are 

allowed access to the records. 
 
Further stages 
Parents do not have a general right of appeal should they disagree with the Governors’ 
decision.    They may, however, raise the matter with the Secretary of State for 
Education if they consider the complaint was not investigated properly and fairly.   If the 
Governors have followed a proper procedure and considered the complaint reasonably 
the Secretary of State cannot reverse this decision. 
 
If a complainant believes that the Governing Body has acted illegally or arbitrarily in 
handing the complaint, then the complainant may make representations to the Secretary 
of State for Education and Skills or the Office of the Ombudsman. 
 
With the exception of complaints relating to the following list as specified in the 
Education Reform Act, where the LEA has a responsibility to ensure that all 
complaints are fully investigated and given proper consideration: 
 

i. The provision of a curriculum, including religious education and worship, 
which meets the general requirements of Sections 1 & 2 of the Act; 

ii. The implementation of the National curriculum and compliance with Orders 
and Regulations made about its requirements and exceptions to its provision 
[Sections 4, 10 & 17]; 

iii. Provision to pupils of compulsory school age of courses leading to an external 
qualification, only if that qualification and the associated syllabus or syllabus 
criteria have been approved [Section 5]; 

iv. Provision of religious education and worship as required by the Act and other 
enactments [Sections 6-10 &12]; 

v. In the case of an LEA, establishment of a Standing Advisory Council on 
Religious Education [SACRE] and review of the agreed syllabus for the area if 
the SACRE so requires [Section 11]; 



vi. The need to act reasonably in deciding whether or not to be associated with 
an application for exemption from all or part of the National Curriculum in 
order to carry out developmental work [Section 16]; 

vii. In the case of a Governing Body, consideration of appeals by Parents/Carers 
about the temporary withdrawal of pupils from part or all of the provisions of 
the National Curriculum [Section 19]; 

viii. Operation of charging policies in relation to the Curriculum [Section 109]; 
ix. Compliance with regulations about the provision of the information [Section 

22]; and 
x. Compliance with any other enactments relating to the Curriculum. 

 
The Governing Body will give full consideration to any recommendations or directions 
the Secretary of State may make.   The complainant will be advised of this course of 
action should they remain dissatisfied with a decision made by the Governors’ 
Committee. 
 
Timescales 
It is proposed that the following time limits should apply to all complaints handled under 
the school’s complaints procedure: 
 
Stage 1 [informal]: 
It is reasonable that Parents/Carers seeking to resolve issues should receive a response 
with 15 working days of making initial contact, unless there is a good reason not to do 
so.    The response should offer the complainant a full explanation or set out the steps 
that are proposed to resolve the complaint. 
 
Stage 2: 
Review by Headteacher or Chair of Governors.     
Should be responded to in 15 working days. 
 
Stage 3: 
Review by Governing Body Panel.     
Should be responded to in 20 working days. 
 
The longer time limit for Stage 3 reflects the fact that these complaints may be complex 
and therefore likely to take longer to resolve.    Where it is not possible to respond to 
complaints within these timescales, the complainant should be informed in writing of the 
reason for the delay and given an anticipated response date. 
 
Investigation procedure 
 
Carrying out an investigation into a formal complaint 
The investigation of an allegation or a complaint should always able carried out 
thoroughly and responsibility, irrespective of whether the complaint appears to be trivial 
or serious.   The outcome of such an investigation will have significance not only for the 
complainant but also for the member of staff against whom the complaint has been 
made.  
 



Once the complaint has been confirmed the investigator should establish whom they 
wish to interview and what documentation they will need to review. 
 
Arrangements should be agreed so that accurate notes can be taken of all interviews 
and the outcome of the investigation be accurately recorded.    The complainant and the 
member of staff should be given the opportunity to offer documentation and to identify 
potential witnesses or sources of evidence. 
 
The member of staff subject to the complaint should be advised that they might be 
accompanied by a friend or trade union representative when invited to be interviewed. 
 
Where children are potential witnesses, discretion should be exercised over their 
involvement.   Pupils should only be interviewed when the nature of the complaint is 
sufficiently serious to warrant it and adult witnesses are not available.   Only in extreme 
circumstances will younger pupils be interviewed. 
 
Any interviews should be conducted a soon as possible to ensure that recollections are 
as fresh as possible and to minimize the possibility that evidence will become tainted 
through witnesses discussing alleged incidents with others.    
 
In conducting interviews, the investigator should prepare the questions to be asked prior 
to the interview.    These can always be supplemented during the interviews.   The 
investigator should allow the interviewee to answer in their own way.   Their responses 
should be listened to attentively.   Any temptation to cut an interviewee short or to seek 
to “lead” them must be resisted.  The interviewee should be given the opportunity to 
provide other relevant information at the end of the interview. 
 
A summary of the process undertaken and the outcome of the investigation should be 
provided to both the complainant and the member of staff against whom the complaint 
has been made.   Caution must be exercised in reporting back to the complainant, as 
revealing certain details may prejudice the ability of the employee to continue in post.  
 
Any recommendations should also be shared with all parties, unless there is good 
reason not to.   Wherever possible, recommendations should be constructive and not 
punitive. 
 
The complainant should be advised that he/she may, if they are not satisfied that the 
appropriate procedure has been followed, request a review of that process as stated in 
this Procedure. 
 
The Governing Body should invite the LA to express a view on the retention of records 
of any complaints procedure.  The most extreme stance would be that “all 
documentation relating to the complaint and its investigation and outcomes should be 
stored securely for a period of sic years.   [Where the complaint is on behalf of a child, 
then the school may wish to retain the documentation until six years after the child has 
attained the age of 18] * 



Cambridge School Complaint Form 
 

Please complete this form and return it to the Headteacher/Clerk to the Governing 
Body, who will acknowledge its receipt and inform you of the next stage in the 
procedure. 
 
 
Your name……………………………………………………………….. 
 
Relationship with school [e.g. Parent of a pupil on the school’s roll] 
 
…………………………………………………………………………………………………………………………………………………….. 
 
 
Pupil’s name [if relevant to your complaint]……………………………………………………………………………. 
 
 
Your address: 
 
 
 
 
 
Daytime telephone number:………………………………… 
Evening  telephone number: ……………………………….. 
Mobile    telephone number:………………………………….. 
 
Please give concise details of your complaint, [including dates, names of witnesses etc] to 
allow the matter to be fully investigated: 
 
 
 
 
 
 
 
 
 
 
 
 
 
You may continue on separate paper, or attach additional paperwork, if you wish. 
 
Number of additional pages attached:    
 
 
 



What action, if any, have you already taken to try to resolve your complaint?    
[i.e. who have you spoken with or written to and what was the outcome?] 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
What actions do you feel might resolve the problem at this stage? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Signature:……………………………………………………………….. 
 
Date:……………………………………………………………………….. 
 
 
 
 
 
School use: 
 
Date Form received: 
Received by: 
Date acknowledgement sent: 
Acknowledgement sent by: 
Complaint referred to: 
Date: 
 



School complaints procedure flowchart 
 
A summary of dealing with complaints – three stage approach 
 

Complaint heard by staff member 
 

• Ensure complaints co-ordinator informed of 
outcome 

• Complainant is encouraged to speak 
directly with the member of staff 
concerned or the Headteacher 

I 
N 
F 
O 
R 
M 
A 
L 

It is reasonable that 
parents/carers seeking to 
resolve issues should 
receive a response with 
15 working days of 
making initial contact, 
unless there is a good 
reason not to do so. 

      ò         ò 
               ò         ò 

 

Issue resolved 
 

 

Issue not resolved 
 

  

      ò 
      ò 

Complaint heard by Headteacher and/or Chair 
of Governors 

 

• Acknowledge receipt of written complaint 
• Write to complainant with outcome of the 

investigation 
• Ensure complaints co-ordinator informed of 

outcome 

 
F 
O 
R 
M 
A 
L 
 

Review by Headteacher 
or Chair of Governors.  
Should be responded to 
in 15 working days 

             ò     ò 
             ò              ò 
 

Issue resolved 
 

 

Issue not resolved 
  

                   ò 
     ò 
Governors’ review of process followed by Chair of 

Governors 
 

• Consideration of written submissions by 
panel of three member of the Governing 
Body 

• Written submissions are considered 
• Written evidence is considered from the 

complainant 
• Complainant, Headteacher or the Chair of 

Governors as appropriate, informed in 
writing of the outcome 

• Ensure complaints co-ordinator informed of 
outcome 

 
F 
O 
R 
M 
A 
L 
 

Review by Governing 
body panel.   Should be 
responded to in 20 
working days. 



CONFIDENTIAL REPORTING CODE – THE MODEL PROCEDURE ON “WHISTLE 
BLOWING” FOR SCHOOL-BASED EMPLOYEES 
 
The Background 
Schools already have a place a Model Code of Conduct, which makes clear that 
employees should report any impropriety or breach of procedure that they encounter 
while at work. However, the Code of Conduct does not give a detailed framework for 
what is now commonly termed “whistle blowing” by employees. 
 
This confidential reporting code is based upon a model drawn up by the Local 
Government Management Board and has been adopted by the Council in relation to 
non-school employees.   The procedure takes into account the requirements of the law, 
specifically the Public Interest Disclosure Act.    The Act gives employees two 
safeguards in respect of disclosures of information.   Firstly, an employee is entitled not 
to be subjected to any detriment by virtue of having made a protected disclosure.   
Secondly, if an employee is dismissed because of having made such a disclosure, the 
dismissal will automatically be unfair, and further, there will be no need for the employee 
to have a years continuous employment before bringing a claim for unfair dismissal. 
 
Trade Union consultation 
Staff side support the principle of introducing a whistle blowing code. 
 

1. Introduction 
Employees are often the first to realise that there may be something seriously 
wrong within the workplace.   However, they may not express their colleagues or 
to the school.   They may also fear harassment or victimisation.   In these 
circumstances it may be easier to ignore the concern rather then report what may 
just be a suspicion of malpractice. 
 
The Local Education Authority is committed to the highest possible standards of 
openness, probity and accountability.  In line with the commitment we expect 
employees who have serious concerns about any aspect of the school’s work to 
come forward and voice those concerns.   It is recognized that most cases will 
have to proceed on a confidential basis. 
 
This Code makes it clear that you can do so without fear of victimisation, 
subsequent discrimination or disadvantage.     This confidential reporting policy is 
intended to encourage and enable employees to raise serious concerns within 
the school rather than overlooking a problem or “blowing the whistle” outside. 
 
The policy applies to all employees at the school. 
 

 
2. Aims and scope of this policy 

This policy aims to: 
~ encourage you to feel confident to raising serious concerns and to question and 

3.   act  upon concerns about practice 
~ provide avenues for you to raise those concerns and receive feedback  on 



 any action taken 
~ ensure that you receive a response to your concerns and that you are  aware 
of how to pursue them if you are not satisfied 
~ reassure you that you will be protected from possible reprisals or  victimisation 
if you  have  reasonable belief that you have made  any disclosure in good faith 
 
There are existing procedures in place to enable you to lodge a grievance relating 
to your own employment.   The confidential reporting policy is intended to cover 
major concerns that fall outside the scope of  other procedures.  These include: 
~ conduct, which is an offence or breach of law 
~ disclosures related to miscarriages of justice 
~ health and safety risks, including risks to the public as well as other 
 employees 
~ damage to the environment 
~ the unauthorized use of pubic funds 
~ possible fraud and corruption 
~ sexual or physical abuse, or 
~ other unethical conduct 
 
Thus, any serious concerns that you have about any aspect of service provision 
or the conduct of employees or governors or others acting on behalf of the school 
can be reported under the confidential reporting policy.   This may be about 
something that: 
~ makes you feel uncomfortable in terms of known standards, your  experience or 
the  standards you believe the school subscribes to; 
~ is against the school’s standing orders, financial regulations, contracts  code, 
or other policies; 
~ falls below established standards of practice; 
~ amounts to improper conduct 
 

4. Safeguards – Harassment or victimisation 
Governing bodies are committed to good practice and high standards and want to 
be supportive of employees. 
 
Governing bodies recognize that the decision to report a concern can be a 
difficult one to make.  If what you are saying is true, you should have nothing to 
fear because you will be doing your duty to your employer and those for whom 
you are providing a service. 
 
Governing bodies will not tolerate any harassment or victimisation [including 
informal pressures] and will appropriate action to protect you when you raise a 
concern in good faith. 
 
Any investigation into allegations of potential malpractice will not influence or be 
influenced by any disciplinary or redundancy procedures that already affect you. 
 

5. Confidentiality 
All concerns will be treated in confidence and every effort will be made not to 



reveal your identity if you so wish.   At the appropriate time, however, you may 
need to come forward as a witness. 
 

6. Anonymous Allegations 
This policy encourages you to put your name to your allegation whenever 
possible. 
 
Concerns expressed anonymously are much less powerful but will be considered 
at the discretion of the Chair of Governors. 
 
In exercising this discretion the factors to be taken into account would include: 
~ the seriousness of the issues raised 
~ the credibility of the concern; and 
~ the likelihood of confirming the allegation from attributable sources. 
 

7. Untrue allegations 
If you make an allegation in good faith, but it is not confirmed by the investigation 
no action will be taken against you.   If however, you make an allegation which 
can be made frivolously, maliciously or for personal gain, disciplinary action may 
be taken against you. 
 

8. How to raise a concern 
As a first step, you should normally raise concerns with your immediate manager 
or the Headteacher.    This depends, however, on the seriousness and sensitivity 
of the issues involved and who is suspected of the malpractice.    For example, if 
you believe that management is involved, you should approach the Chair of 
Governors.   As the responsible officer, the Chair of Governors will be informed of 
each concern that is raised under the procedure.   If the Chair of Governors is 
suspected of the malpractice, the Director of Education should be approached. 
 
 
Concern may be raised verbally or in writing.   Staff who wish to make a written 
report are invited to use the following format: 
~ the background and history of the concern [giving relevant dates]; 
~ the reason ;why you are particularly concerned about the situation. 
 
The earlier you express the concern the easier it is to take action.   Although you 
are not expected to prove beyond doubt the truth of an allegation, you will need to 
demonstrate to the person contacted that there are reasonable grounds for your 
concern.       You may obtain advice/guidance on how to pursue matters of 
concern from the Director of Children’s Services. 
 
You may wish to consider discussing your concern with a colleague first and you 
may find it easier to raise the mater if there are two [or more] of you who have 
had the same experience or concerns.    You may invite your trade union, 
professional association representative or a friend to be present during any 
meetings or interviews in connection with the concerns you have raised. 
 



- How your concerns will be dealt with 
Your concerns will receive a response from the Chair of Governors.   Do not 
forget that testing out your concerns is not the same as either accepting or 
rejecting them. 
 
Where appropriate, the matters raised may: 
~ be investigated by management, the internal audit section of the  Council, or 
through the disciplinary process 
~ be referred to the police 
~ be referred to the external auditor 
~ form the subject of an independent inquiry 
 
In order to protect individuals and those accused of misdeeds or possible 
malpractice, initial enquiries will be made to decide whether an investigation is 
appropriate and, if so, what form it should take.   The overriding principle, which 
the Chair of Governors will have in mind, is the pubic interest.   Concerns or 
allegations which fall within the scope of specific procedures [for example, child 
protection or discrimination issues] will normally be referred for consideration 
under those procedures. 
 
Some concerns may be resolved by agreed action without the need for 
investigation.   If urgent action is required this will be taken before any 
investigation is conducted. 
 
Within then working days of a concern being raised, the Chair of Governors will 
write to you: 
~ acknowledging that the concern has been received 
~ indicating how the matter will be dealt with 
~ giving an estimate of how long it will take to provide a final response 
~ telling you whether any initial enquiries have been made 
~ supplying you with information on staff support mechanisms, and 
~ telling you whether further investigations will take place and if not, why not. 
 
The amount of contact between the individuals considering the issues and you 
will depend on the nature of the matters raised, the potential difficulties involved 
and the clarity of the information provided.   If necessary, further information will 
be sought from you. 
 
Where any meeting is arranged, off-site if you so wish, you can be accompanied 
by a union or professional association representative or a friend. 
 
The Governing body will take steps to minimize any difficulties that you may 
experience as a result of raising a concern.   If you are required to give evidence 
in criminal or disciplinary proceedings, the Local Children’s Services will arrange 
for you to receive advice about the procedure.  The governing body accepts that 
you need to be assured that the matter has been properly addressed.   Thus, 
subject to legal constraints, you will be informed of the outcome of any 



investigation. 
 

9. The responsible officer 
The Chair of Governors has overall responsibility for the maintenance and 
operation of this policy.   The Chair maintains a record of concerns raised and the 
outcomes [but in a form which does not endanger your confidentiality] and will 
report as necessary to the Local Authority. 
 
How the matter can be taken further 
This policy is intended to provide you with an avenue within the school and the 
Local Children’s Services to raise concerns.   If you are not satisfied with any 
action taken and if you feel it is right to take the matter outside the Education 
Department, the following are possible contact points: 
~ Public Concern at Work [020 7404 6609] 
~ District Audit [020 7233 6400] 
~ Your Trade Union 
~ Fulham Citizens Advice Bureau, Hammersmith and Fulham Community  Law 
Centre 
~ Relevant professional bodies or regulatory organizations 
~ The police 
 
If you do take the matter outside the Local Authority and the Council you should 
ensure that you do not disclose confidential information 
 

 
 


